Introduction
The global village has increasingly welcomed corporate citizenship as a set of business practices desirable not only for society in general, but also for business organizations (Maignan and Ferrell, 2000) . Corporate citizenship -also known as corporate social responsibility (CSR), corporate responsibility, or responsible business -is a form of corporate selfregulation integrated into a business model (Grit, 2004; Kell, 2005; Lam, 2009; Maxfield, 2008; Okoye, 2009; Torres-Baumgarten and Yucetepe, 2009; Wood, 1991) . Corporate citizenship is defined as a company's engagement in activity that appears to advance a social agenda beyond that required by law (Siegel and Vitaliano, 2007) . Corporate citizenship is developing rapidly across a variety of popular initiatives, such as the financing of employees' education, promoting ethics training programs, adopting environment-friendly policies, and sponsoring community events (Maignan and Ferrell, 2000) . For example, a bank is considered to present corporate citizenship when it frequently approves loans to minority borrowers than required by the government regulations. Similarly, car manufacturers producing ''hybrid'' vehicles beyond the government requirements of fuel efficiency are considered good corporate citizenship behavior (Siegel and Vitaliano, 2007) .
Recent theories of corporate citizenship assert that firms with good corporate citizenship are conducting ''profit-maximizing'' business (Bagnoli and Watts, 2003) -that is, the emergence of corporate citizenship as a well-recognized managerial practice is closely associated with the growing belief that an organization performing corporate citizenship is a good one in terms of stakeholders like consumers, investors, employees, and so on. Siegel and Vitaliano (2007) emphasized about how the activity of corporate citizenship should be integrated into a firm's differentiation strategies to make sales profits. It is even asserted that firms compete for socially responsible customers by explicitly linking their social contribution to product sales (Baron, 2001) . Examples of benefits from corporate citizenship for a firm may include the ability to charge a premium price for its product, to have a good business image, or to attract investment. Margolis and Walsh (2003) shows that 53% of the identified studies report evidence of a positive relationship between corporate citizenship and financial performance (with 5% of the evidence of a negative relationship), whereas 24% report an insignificant relationship and 18% report inconclusive evidence (Kristoffersen et al., 2009; Margolis and Walsh, 2003) . Nevertheless, Margolis and Walsh (2003) go as far as arguing that further research in this area is futile because some underlying theoretical framework and research methods employed are flawed (Kristoffersen et al., 2009; Margolis and Walsh, 2003) . Meanwhile, prior meta-analysis reflects a growing body of research supporting that corporate citizenship has a positive influence on both corporate financial performance (e.g., He et al., 2007; Orlitzky et al., 2003; O'Shaughnessy et al., 2007) and the sustainability of above average profitability (Orlitzky et al., 2003; Roberts and Dowling, 2002) .
Compared to corporate citizenship, individual citizenship in the organization -in which his or her behavior is regarded as organizational citizenship behaviors (OCBs) -is also considered important for the organization's sustainability. Note that OCBs are a unique aspect of individual activity at work in nature. Originally defined by Organ (1988), OCBs represent ''individual behavior that is discretionary, not directly or explicitly recognized by the formal reward system, and in the aggregate promotes the efficient and effective functioning of the organization'' (Organ, 1988, p. 4) . Research suggests that OCBs are consistently related to organizational effectiveness (Podsakoff and MacKenzie, 1997), while other research has categorized individuals' behaviors in an organization to two dimensions: inrole behaviors and extra-role behaviors. In-role behaviors involve with those who do the least possible to maintain membership while extra-role behaviors involve those who go beyond general expectations to promote the effective operation of the organization or to benefit others in the organization. Such extra-role behaviors are considered OCBs. Examples of OCBs by employees include cooperating with others, orienting new staffs, volunteering for extra works, and helping others in their job.
Previous studies have initially proposed two primary dimensions of citizenship behaviors: conscientiousness and altruism (Organ, 1988) . Later research added sportsmanship, courtesy, and civic virtue to citizenship behaviors (Organ, 1988) . Altruism is characterized as a helping behavior that comprises all discretionary behaviors that help a specific person in performing an organizationally relevant task (Organ, 1988) . Courtesy encompasses behaviors such as being mindful of how one's behavior affects others and attempting to avoid creating problems for co-workers. Conscientiousness is discretionary behavior beyond the minimum role requirements expected by an organization (Organ, 1988) . Sportsmanship encompasses behaviors that focus on what is right rather than wrong in an organization. Finally, civic virtue is constructively involved in an organization's processes, going beyond the minimum required by an individual's immediate job (Organ, 1988) . Collectively, being a matter of personal choice, OCBs are a special type of work behavior that are beneficial to the organization and are discretionary, not explicitly or directly recognized by the formal reward system of the organization.
Corporate citizenship is not a plea for business organizations to take on the burden of the whole world (Jeurissen, 2004) . Corporate citizenship is socially distributed across the organizations that profess to be citizens and assume their share of the responsibility to advance a social agenda beyond that required by law. Yet, the question remains how realistic the corporate citizenship is beneficial to their employees' citizenship inside the organization (e.g., OCBs). Much research has examined the antecedents of either corporate citizenship or OCB. However, little research has explored the relationship between the corporate citizenship perceived by individual employees and the OCB performed by the employees, let alone to discuss whether the perceived corporate citizenship is always good for boosting their OCBs. As an old saying goes, example is better than precept. It is very likely that the good examples of corporate citizenship set up by an organization will result in a positive influence on individuals' citizenship behavior toward the organization (i.e., OCBs). Although a majority of research has explored numerous determinants of OCBs from three major aspects such as individuals' (e.g., personality), their job's (job satisfaction), or interorganizational characteristics (e.g., perceived fairness, leader supportiveness), there lacks a thorough understanding about how OCBs may be driven positively or negatively by perceived corporate citizenship which is somewhat externally beyond the 358
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